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ABSTRACT

Clark County Fire Digtrict Number 12 (CCFD 12) has seen a steady decline in its volunteer
members. The digrict has (and will for some timein the future) relied on volunteers as an integrd part
of their emergency response/citizen service team.

This paper used an evauative research method to discover why people volunteer for afire
department. The purpose of this research project was to specificaly identify why people volunteer for
an organization and whether there were specific reasons a potentid volunteer would choose to apply to
afire depatment. The research further attempted to determine which items, from alist of 15 different
choices, would encourage a person to join a volunteer fire department.

Various literature writings were reviewed to gain an understanding on why people volunteer. To
prioritize reasons that would encourage a person to volunteer for afire department, a survey was sent to
225 residents in the City of La Center.

The survey indicated that the most often chosen reasons to join avolunteer fire department al
dedlt with helping others or hel ping the community. None of the top reasons chosen for volunteering
dedlt with peopl€ s basic needsi.e., food, shdlter, clothing, etc.

The paper recommended that CCFD 12 eva uate its recruitment procedures, keying in on
certain types of people and certain untapped groups of people. Findly, the paper cautioned the digtrict
not to spend too much time on people with certain profiles, as they would probably not turn out to be

good volunteers.
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INTRODUCTION

Volunteer firefighters have been the backbone of the fire service for over three
hundred-sixty years. They have been a part of much change during this time period.
They have trained only to beretrained. They have learned only to relearn. No
volunteer group, in the history of this country, has had to work so hard and sacrifice 0

much as have the volunteer firefighters. (Johnson, Snook, and Olsen, 1998, p. i)

Today in many volunteer and combination fire departments one of the magjor questions asked
when members discuss the future concerns the increasing difficulty in finding new volunteers. A trend
appears to be developing whereby volunteer retirement continues as in the past but new members are
getting more difficult to recruit and retain.

There appear to be many reasons why people do not volunteer asreadily asin the past. One of
the main reasons may be that many people smply do not have thetime. Aslife movesfaster and fadter,
they find themsaves with lessfreetime. In many homes both spouses work full-time. When you add
children with their multitude of after school and weekend activities, work and families take up most free
time.

In today’ s sue-happy society being avolunteer is no longer an acceptable defense in court.
Volunteers are held to a higher standard of professonaism than in the past. This results in the need for
more training and consequently more time commitment from a volunteer.

Federd, state, and loca governments have buried fire departments under blankets of rules and
laws. Some of these new laws were needed to encourage departments to operate more safely. Some
were written because the legidators needed to write anew law. Thefind result isthe same; moretime

commitments and documentation for a voluntesr.



HIV, Tuberculoss, Hepatitis, and a host of other deadly and debilitating diseases have reared
their heads. For dl firefighters the risks of heping people have increased. Specificdly, for the volunteer
firefighter, time commitment has again increased with new required classes covering infectious diseases
and protection from these diseases. There are now requirements for immunity inoculations and yearly
testing to monitor afirefighter’ shedth. Findly, thereisthe never ending documentation.

In the past many volunteer firefighters responded to wood frame structure fires. While these
fires were dangerous, they were somewhat predictable. Today houses, factories, transportation
vehicles, and whatever else fire fighters respond to are filled with space age products. Furnishings burn
faster and hotter. Burning products rel ease dangerous and/or fatal gases. Once again the need for
more training hours increases.

The decreasing availability of volunteers raises serious concerns for many fire departments. In
many aress there is not a sufficient tax base to support awholly paid department. Even in many aress
that have paid departments there is ftill aneed for a volunteer force during times of heavy demand for
emergency Services.

The purpose of this research is to determine reasons a person would volunteer for afire
department. This study uses an evauative research method. The research questions asked by this
paper are:

1. Why do people volunteer?

2. Arether specific reasons a person would volunteer for afire department?

3. Of asdected group of possible reasons to join a volunteer fire department, which

reasons have the greatest influence to encourage a person to volunteer?



BACKGROUND AND SIGNIFICANCE

Stewart (1982) points out that the attraction to the fire service is an American tradition dating
back to Ben Franklin'sfird fire department in the United States. Over the years millions of peoplein
the United States have chosen the fire department in their towns as the one organization they most like
to belong to as amember.

Clark County Fire Digtrict Number 12's (CCFD 12) history startsin 1962 with asmall group
of volunteers who went door to door seeking donations to and support for arura fire department.
After a successful formation eection, this group began the task of recruiting and training a volunteer
membership. Ther recruitment efforts were easy as most people in the rurd community were
accustomed to helping their neighborsin times of need.

Over the years CCFD 12' S community grew; their rura flavor changing to a more suburban
community. Expensive homes sprang up in the rura settings with owners who moved from areas where
their fire departments were often fully paid. Business and industry appeared at major freeway
interchanges. The one lane interstate changed to athree lane freeway with a steady flow of commerce
and travdlers. The main west coadt rall line significantly increased passenger service and commercia
freight including hazardous materia cargoes. 1n 1962 CCFD 12 responded to just over 30 firedarms.
In 1997 the department responded to just under 800 alarms ranging from fires to medica to hazardous
materid emergencies.

The changing future brought a change in the availability of volunteers. Children of areafarmers
now commute miles to work each day, taking them out of their communities. Farmers have grown old.

The days of afire engine rolling down the back roads with their one red light flashing and siren walling,



followed by volunteersin their private cars and anyone ese available have passed. As Stewart (1982)
reminds us “ Any volunteer organization can gather warm bodies. Quality and not quantity, though, must
be the fundamenta requirement for the most dangerous occupations in the world.” (p. 131)

Today the redity isthat thereisalimited pool of volunteers. Different surveys show thet the
most frequently cited problem with volunteer programs is finding enough people to volunteer. (Brudney,
1990) Finding and keeping volunteers who are willing to deliver the higher leve of service demanded
by the public is becoming increasingly difficult. (Sittleburg, 1994)

In astudy by the Nationa Commission on Civic Renewal, Bennett and Nunn (1998) conclude
“Too many of us have become passive and disengaged. Too many of us lack confidence in our
capacity to make basic mord and civic judgments to join with our neighbors to do the work of
community, to make a difference. Never have we had so many opportunities for participation, yet
rarely have we felt so powerless. In atimethat cries out for civic action, we are in danger of becoming
anation of spectators.” (p. 1)

Aspat of CCFD 12'S ongoing five year planning and god setting process, the district
identified the decreasing volunteer force as asgnificant problem. Along with volunteers continuing to
resgn a a congtant rate, now the incoming volunteer rate has decreased causing a shortage of
volunteers. 1n 1985 the digtrict had 32 volunteers on their roles. Today that number has dropped to
14. When an emergency adarm sounded during the weekdaysin 1985, ten to fifteen volunteers
responded from their homes and places of work. Today, when the darm sounds, it is not uncommon to

have only one volunteer arrive a the emergency.



While an increasing tax base has dlowed the didtrict to begin hiring full-time firefighters, the
digrict is many years awvay from not needing volunteers in order to provide a good emergency service
leve to their citizens.  Volunteer recruiting is and must remain ahigh priority in CCFD 12’ s future,

This research project ties directly to two chapters of the Executive Development Course of the
Executive Fire Officer Program. This paper looks at past and future organizationd cultures (Unit 7,
Organizationa Culture) within CCFD 12 and cregtive ways to improve the department (Unit 4,
Managing Credtivity).

LITERATURE REVIEW

Why do People Volunteer?

So far asmativationd tatus is concerned, hedthy people have sufficiently
graified their basic needs for safety, belongingness, love, respect and self-esteem so
that they are mativated primarily by trends to salf-actudization (defined as ongoing
actudization of potentids, capacities and taents, as fulfillment of missons|[or cal, fae,
degtiny, or vocation], as afuller knowledge of, and acceptance of, the person’s own
intringic nature, as a unceasing trend toward unity, integration or synergy within the
person). (Maslow, 1968, p. 25)

People want recognition and praise more than sex and money. Most people do not work just
for the money. (Buckman, 1998) Volunteering is not aimed at materid gain. It can not be mandated or
coerced. (Brudney, 1990) People join organizationsthat are teams. They want to be associated with
programsthat are well organized, provide quality patient care, and take care of their volunteers.
Volunteers did not join in expectation of financid gain. (Connery, 1990) “If you are currently

compensating your volunteers-don’t stop. If you are not currently compensating your volunteers-don’t



gart! Thereis NO evidence that compensation positively or negatively affects a department’ s ability to
recruit, train, or maintain active volunteers.” (Johnson et d., 1998, p. 108)

Wilson (1976) bdieves that people who volunteer have dready met the basic needs identified
by Madow. They meet these needs a their daily jobs. What interests them about volunteering isthe
desire to meet their higher needs. Volunteering provides an opportunity for new skills, new experiences,
chdlenges, persond development, and other concerns that may not be available a work. Volunteering
alows people to express persond vaues; to do something that will make a difference. (MacLeod,
1993)

Snook and Olsen (1982) agree that work often only meets basic needs. They fed that
volunteering alows people to have a sense of beonging to something important, to gain respect, to
accept chdlenges, to gain love and affection, to gain recognition, and to have fun and enjoy one's
environment.

Zimmer and Loew (1989) fed people volunteer smply because someone in aleadership
position asks them to volunteer. They fed that human nature needs this recognition. People volunteer
because they fed they are supporting aworthy cause. A report from the Nationa Volunteer Fire
Counsdl and the United States Fire Administration (1993) adds that people have aneed to belong to
something important.

Buckman (1993) divides needs into different categories when he describes why people
volunteer. People who volunteer for power oriented needs ook to join organizations that provide them
an opportunity to create, to take risks, to take on an impossible task, to influence people, and to advise
others. People who have a need to afiliate with others often join groups that keep people happy, avoid

risks, help others, and work in close cooperation and proximity to others.  Findly, those that have a
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need to achieve join expecting pressure and hard work, problem solving, chalenge, and demands of
excdllence.

A chalenge that arises from thisis that these same needs often exist in dl people. Onewill often
predominate the others. This predominance may change when circumstances changein anindividud’s
lifei.e, marriage, children, divorce, loss of ajob, etc.

Another way of categorizing reasons a person might volunteer comes from Schindler-Rainman
and Lippitt. (1984) They see forces from within, interpersonal reasons, and Situation forces as ways to
categorize reasons for volunteering.

There are many forcesthat drive people from within. They may just desire to have fun or they
may wish to be “wherethe actionis’. They may wish to learn anew skill or build up ajob experience
resume. The volunteer postion may provide them a bregk from their daily, boring routine. Perhaps
they fed they need to repay a debt to their community for past assstance or it may beassmpleasa
desreto just do something.

Interpersond reasons often stem from family traditions, socid expectations, the need to be a
part of ateam, or the inability to refuse the request of aclose friend. Volunteers see Stuation forces as
the opportunity for new adventures, new places, new friends, or a different world.

The mogt effective volunteer recruitment strategy for organizations is the creation of jobs that
offer opportunities for enjoyment or chalenge, interesting or meaningful work, persond growth, and/or
socid interaction. (Brudney, 1990) “It is our conclusion that individua volunteers need volunteering just
as much as the community needs them.” (Schindler-Rainman and Lippitt, 1984, p. 15)

From these writings it appears that people join volunteer organizations to satisfy their higher

needsin life. Be volunteering they can seek out chalenges and excitement they are not ableto findin
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their daily jobs. Volunteering dlows them to meet new people, do worthy projects, and in generd, fed
good about themselves.

The writings dl agree and strongly stress that people do not join expecting any materid gain.
Egtablishing programs that attempt to compensate volunteers are awaste of time and resources.

Are there specific reasons a person would volunteer for a fire department?

Much like other volunteers, people join the volunteer fire service to fulfill human needsthat are
not met in their careers. (Nationa Volunteer Fire Council and United Stated Fire Administration, 1993)
Peoplejoin because they have abasic need to fed important, to accomplish something important, and
to grow as an individud. (Snook and Olsen, 1982)

Volunteer firefighting draws a focused subsection of the generd volunteer population. Mitchell
(1986) sees common persondity traitsin volunteer firefighters that are different from the persondity
profile of the average volunteer. Volunteer firefighters are action oriented, desiring specific tasks with
quick results. They are easily bored and will seek out action when thereisnone. They like control in
their lives and often suppress their emotions in sressful Stuations. These volunteers enjoy risks and
often need to be the center of attention. They drive to do perfect jobs, showing loyaty and dedication
to thefire sarvice,

Like other volunteers, volunteer firefighters are not in it for the money. They are aproud group
that enjoys doing good things and helping others. They enjoy the closeness of dl department members
and the socid life that revolves around the department. Volunteer firefighters know they are doing
something pogitive with their lives. (Walker, 1986)

Steward (1982) proposes that volunteers exhibit a“ Squad 51" outlook on life, being drawn to

grensand flashing lights. They like an ement of danger to relieve their dally, routine jobs.
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Volunteering for afire department adds excitement and dimension to their lives. They enjoy the fun of
socid interactions, picnics, banquets, and firefighter challenges. (Snook and Olsen, 1982)

Although volunteer firefightersjoin for many of the same reasons as volunteersin other
organizations, they appear to be a specidized subsection of al volunteers. They are more drawn to
action activities where they can chdlenge their own physicd abilities. When recruiting volunteer
firefighters, this information alows a department to focus on specific people who fit this profile.

PROCEDURES

To prepare for this research project severa different resources were used. Facts, opinions, and
information from books, newspapers, professond journas, magazines, and government commissons
were gathered from the Learning Resource Center at the Nationa Fire Academy, Emmitsburg,
Maryland, the Ridgefield branch of the Fort VVancouver Regiond Library, VVancouver, Washington, and
The Oregonian newspaper, Portland, Oregon. The research aso used information from a survey
conducted in the City of La Center, Washington.

The survey (Appendix A) “Why Citizens Volunteer for the Fire Service” was sent to 225
resdentsin the City of La Center. The survey was aimed at persons between the ages of 16 and 65,
the ages at which a person may volunteer for CCFD 12. The city has a population of 1,325 citizens. A
third of the residents are young families who have recently moved into a moderately priced, new
subdivisonin the city. There are 453 residences within the city limits. The city is abedroom community
to the City of Portland, Oregon, which lies gpproximately 20 miles south of La Center. Maost people

living in La Center do not work within the city.
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Surveys were randomly mailed to 225 homes. This was accomplished by mailing to every other
residence on the city’ swater bill mailing list. A return addressed, samped envelope was included with
each survey. The cover letter (Appendix 1) sent with the survey requested the survey be given to the
resident between the ages of 16 and 65 who would be most interested in volunteering.

The survey attempted to accomplish two tasks. Thefirst page (Appendix A) of the survey
asked questions to establish a profile of the person responding to the survey. The survey established the
length of resdency, age and sex of respondent, level of education, home ownership, maritd status, and
amount of freetime.

The second page (Appendix A) gave the person responding the opportunity to pick which
items, from aligt of 15 items, would encourage them to join avolunteer fire department. At the bottom
of the second page the survey asked whether the respondent would consider volunteering for a
volunteer fire department.

The limiting factors on this survey were the number of responses. Out of 225 surveys sent only
75 were returned. It appeared that even with salf-addressed, stamped envel opes and a prompt
encouraging people to respond immediately, Sixty-four percent of the people receiving a survey did not
return it. Of those returned, on Sx surveys only the profile page was completed. Interestingly, afew

people responded but only with a response of not wishing to be included in any future surveys.

RESULTS

The survey “Why Citizens Volunteer for the Fire Service” was randomly sent to 225 residences

in the City of La Center. The number of surveys returned was 75 or 33%. The purpose of the survey



was to both gather a profile of the persons responding and to allow the person responding to select

different reasons that would encourage them to volunteer for afire department.

14

The results of the profile are listed below. The most dominant group in each profile question is

listed firdt.

Number of years in La Center
Less than 5 years
Five years or more

Age
22 to 40
Older than 40
16 to 22

Sex
Male
Female

Marital status
Married
Non-married

Homeowner
yes
no

Children
Yes
No

Level of schooling
High school
2 year associate
4 year bachelor
Graduate school
Did not finish high school

74%
26%

63%
34%
3%

51%
49%

68%
32%

94%
6%

77%
23%

56%
17%
14%
10%
3%
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Employed
Yes 80%
No 20%

Hours of work per week

More than 40 61%
20 to 40 31%
Less than 20 8%

Number of uncommitted hours each week

1to10 72%
10 to 20 19%
More than 20 9%

Currently volunteer for other organizations
No 64%
Yes 36%

This profile leads one to believe that an even number of maes and femaesresponded. A large
percentage of respondents were married people who have recently moved to the City of La Center and
own the home in which they live. Most have children. A very large percentage of people answering the
survey work at least 40 hours aweek with less than 20 hours of uncommitted freetime. Ninety-seven
percent have completed high school with 41% going on to a higher education level. Findly,
gpproximately two-thirds do not currently volunteer for any organization.

The second page of the survey gave 15 different items that might encourage apersonto join a
volunteer fire department. Peoplefilling out the survey could choose more than oneitem. The results
listed below gtart with the item most often chosen and continue to the item least chosen. Although 76
surveys were returned, the data below is based on only 70 surveys as Six surveys were returned with no

items marked on the second page.

Enjoy helping others 70%
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Community pride 39%

Interest in emergency medicd fied 37%
Interest in public service 30%
Enjoy team work 24%
Potential career 11%

Know someonein afire department 10%
Excitement and danger 9%

Members of family volunteer 6%
Looks good on aresume 6%
Influenced by current department 6%
Bendfitsi.e, life and disability insurance 4%

Public recognition 3%
Expense reimbursement 3%
Uniforms 1%

A separate question on page two asked whether the person responding would consider joining
avolunteer fire depatment. Twenty-eight (42%) of the people answering the survey said they would
join and 38 (58%) said they would not join. Of the people who said they would join, one person asked
to be contacted with additional information.

(See Appendix B for actud survey numbers)

DISCUSSION

The profile page of the study reveded interesting profiles of the people responding. Since the
survey was mailed randomly, it was assumed that a broad sampling of the people living in La Center
received asurvey. Judging from the number of surveys returned (75), many people ether did not take
the time to return the survey or did not want to return the survey. It appeared that a certain group of

people were more gpt to fill out and return the survey. New residents to the city returned the survey at
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arateof 3to 1. Theratio of homeowners to non-homeownerswas 17to 1. A large portion of those
returning surveys were married with children.

These profiles lead toward the conclusion that people who returned the survey were more
inclined to be young to middle aged families who have recently purchased homesin La Center. An
earlier mentioned profile of La Center ties these familiesto a new, large subdivison in the city.

This leads to the possibility that long time residents are not asinclined to answer this survey as
are newer resdents. This could further lead to the notion that newer residents are more interested in
government service leves than people who have lived in La Center for many years.

Thiswould contradict earlier thoughts on community involvement in the fire service. Aswas
gated in the background section, in years past, the community stepped forward to provide volunteers
for the department. They were aways there when needed. It is possible that with the large influx of
new resdents into La Center, the older residents are stepping back from their community
respongbilities.

Another posshility exigts that older residents are il as committed to the community but are not
as gpt to express their views. They may be happy with existing services and not see the need for more
volunteer firefighters.

It was interesting that an equa number of males and femaes answered the survey. Thiswould
run counter to the macho, male image of firefighters that prevaled only afew years ago. With femades
working their way into both the paid and volunteer ranks, the days of a mae dominated professon
gppear to be changing. Findly, by aratio of dmost 2 to 1, most people answering the survey do not

presently donate any volunteer service to any organization. This may place some bias on the reasons
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chosen to become a volunteer. People who do not presently volunteer may not give as accurate of a
profile of reasonsto join as a person who does volunteer.

When the previoudy mentioned survey asked people to list reasons they would volunteer for a
fire department, the number one reason chosen was that the respondent enjoyed helping others. The
Nationd Volunteer Firefighter Council and the United States Fire Administration (1993) report aso
found this to be a key reason why a person volunteers for afire department. Walker (1986) agrees
when she points out that people volunteer because they are doing something to help someone.
Schindler-Rainman and Lippitt (1984) place many peopleinto a category they cdl “servers’. These
people have a need to serve others. Volunteering often fulfills this need.

The Nationd Volunteer Fire Council and the United Stated Fire Administration (1993) stress
that people have a need to belong to something important. Volunteering dlows them to help the
community. It givesthem asense of pride in their communities. Survey respondersidentified pride in
their community as the second most often reason chosen for volunteering for afire department.

Although an expressed interest in the emergency medical field ranked third highest on the
survey, none of the research materid indicated that this was a reason a person would volunteer for afire
department. One could possibly interpret research materid referring to learning new skills, helping
others, or gaining new experiences as pertaining to this survey item but there was no specific mention of
the medicd fied.

The survey shares Schindler-Rainman and Lippitt’ s (1984) views that volunteering provides an
opportunity to contribute to the needs of the community. Interest in public service was the fourth most
often chosen item on the survey. That interest in public service was rated fourth highest supports

White' s (1997) statement that many volunteer organizations are composed of citizens who like to serve
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their communities. The Nationa Volunteer Fire Council and the United States Fire Adminigtration
(1993) agree that people join to help their communities. Stewart (1982) concludes that people
volunteer to serve their communities because they fed they can improve the levd of sarvice in their
community.

While many of those surveyed chose public service as an important reason to volunteer, Bennett
and Nunn (1998) indicate that many of us no longer have the time, ability, nor interest to perform public
sarvice. There gppearsto be a conflict here between the survey responses and the findings of Bennett
and Nunn.

Survey respondents chose team work as the fifth highest reason to volunteer. Thisdirectly ties
to Connery’s (1990) statement that people join organizations that are teams.  Schindler-Rainman and
Lippitt (1984) point out that people search for interaction with other adults; interaction that dlows them
to work with the people in ateam stting.

The sixth most chosen reason for joining a volunteer fire department was the potentid for a
career. Thischoice dso rdates to the lessor chosen reason that volunteering would look good on a
resume. MacLeod (1993) believes that volunteering gives people new experiences, persond
development, and new skills al of which may lead to career contacts. Forces from ingde a person
often drive them to volunteer. They see this as a chance to learn new sKills, help them get ahead at
work, and possible get ajob. (Schindler-Rainman and Lippitt, 1984)

One can see aminor conflict between Brudney’s (1990) belief that the best source of
recruitment comes from those who share a positive experience with others and the survey’ s ranking on
knowing someone currently in a department or being influenced by the current department. While

Brudney rates this as a primary reason that someone would be influenced to join, the survey indicates
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that being influenced in this manner ranks relatively low with only 6% and 10% respectively of
respondents choosing this as a reason.

Excitement and danger ranked near the middle of reasons chosen in the survey. Mitchell (1986)
gives apotentid reason for this lower rating when he points out that firefighters have a set of persondity
traits that are different from the average person. Firefighters are action oriented people who like quick
results. They work well with their hands and are easily bored. They are a proud group who enjoy
taking risks but wish to bein control at dl times. It is possble that, of the people answering the survey,
only people with these persondity traits consdered excitement and danger asareasontojoin a
volunteer fire department. Stewart (1982) argues that most people would not fregly give ther time to
one of the most hazardous occupationsin our society. He then counters with his views that most people
get excited by gpproaching lights and Srens. They associate firefighters with exciting images of macho
people rescuing victims from burning buildings. The above profile-limiting factor could dso explan
Mitchdl’s (1986) belief that firefighters seek public recognition and the survey’s low ranking of public
recognition.

The Nationd Volunteer Fire Council and the United States Fire Administration (1993) believe
that many people join avolunteer fire department because it isatradition in their family. Schindler-
Rainman and Lippitt (1984) mimes this with their Satement that volunteer service is atradition in many
families. It isexpected. On the survey only 6% of people answering chose this as a reason to volunteer
for afire department. 1f only people who currently have another family member in a department were
surveyed, this may have shown up as a more inggnificant reason.

On the surveys one does not find money (reimbursement) chosen as areason to join a volunteer

fire department until the second to last reason. Thisties directly to Buckman's (1998) opinion that most
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people do not volunteer for the money. “Volunteering is not amed at materid gain.” (Brundney, 1990,
p. 142) “ Itisnot for the pay.” (Walker, 1986, p. 9) In ranking reasons for joining, the fourth reason
from the bottom, benefitsi.e, life and disability insurance, further reflects that people do not join for
materid gain.

An interesting after thought would be Brudney’ s (1990) notion that while volunteers expect to
give ther timefor free, they do not anticipate having to pay for this privilege. Agency policies that
provide areimbursement for expenses will help lessen the “cost” of volunteering.

Findly, we come to uniforms, an item of influence only chosen by one survey responder. There
was no research materid to contradict the notion that people do not join volunteer fire departments
because of the opportunity to wear uniforms.

The research survey shows that while there are numerous reasons a person might have to join a
volunteer fire department, five reasons are chosen significantly more often than the others. Al of these
reasonstie into helping or serving others. In fact “helping others’ was chosen by over two-thirds of the
respondents.

These top four reasons dl dedl with a*“good feding”. None of these dign with the basic needs
of life. They do not provide the respondent something to eat, sSomewhere to Say, or clothing to wesr.
They are not necessary for the respondent's survival. They are instead reasons that help other people
and make for a better community. They improve other people' slives. They may help other people
urvive,

It isinteresting that only 11% of the survey responders indicated they would join as a potentia

caeer. Thereisgenerd agreement amongst many in the fire service that the greatest number of new
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volunteers are volunteering as the first step toward acareer. It is possible these survey results are
biased as most people answering the survey were dready working full time,

In line with the literature review, very few respondents chose benefits or expense
reimbursements as reasons to join. People do not see benefits or money as areason to join volunteer
fire departments. These are lower needs they have dready satisfied in their lives.

One would assume that knowing someone currently serving in afire department would have a
ggnificant influence on a potentia volunteer. By interpreting the results of this survey, this does not
appear to be the case. Once again there may be a possible biasin the survey. |f the person being
surveyed did not currently know someone in a volunteer department, it may be hard for them to relate
this as arelevant reason to join a department.

Teevisgon and the movies il influence some potentid volunteers. Almost one out of ten people
chose danger and excitement as reasonsto join. One can only speculate that Rescue 911, Emergency,
Backdraft, and a variety of other shows about the lives and duties of firefighters influence people's
perception of what it islike to be afirefighter.

The most prominent implication of this research is that there are people living in the La Center
community who would consider joining a volunteer fire department. This gives CCFD 12 a chdlenge of
finding these people and dlowing them to volunteer their times and talents to the didtrict. With the
digtrict’ s growing emphasis on EM S services, the district must tap those four people out of ten who
expressed an interest in the medical fidd. That people often chose helping others and public service as
reasons to volunteer ties strongly to CCFD 12's service ethics. The district needsto sell these issues

more srongly in their next recruiting campaign.
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Research and literature reviews throw up severd “red flags’ for the district. People drawn by
red lights and sirens may not be the best candidates for a department with strong emphases on citizen
sarvice. These volunteers may find their time and energy more focused on the excitement with lesstime
left over for the unglamorous tasks of public education, citizen wellness, and the daily grind required to
keep adepartment in a Sate of readiness.

Referring to the literature review, the district may wish to not concentrate on people who just
need something to do. The digtrict may wish to focus on the more active potentid volunteers. 1t follows
that an individuad who presently has nothing going on in their life may end up as volunteer with no
direction or drive. Would it not be better to concentrate on the free time of amotivated person?
Would not qudity take a department further than quantity?

The digtrict needs to remember that peopl€’ s lives change. They marry, have children, and
change jobs. With achange of occupations or birth of achild, an excdlent perspective volunteer may
turn into atraining problem sx monthsin the future.

RECOMMENDATIONS

CCFD 12 needsto review and re-evauate its volunteer program. The digtrict should define
exactly what is expected of avolunteer. They must outline minimum time and skill requirements. Once
the district does this, they should devise a more focused recruitment strategy and specific tactics to
support these drategies. This may mean the digtrict will have to change some of its past recruiting
practices. AsEmrich (1982) points out, fire departments need to develop new techniques to ded with
the ever changing way of peopl€ slives. Johnson et d. (1998) agree that we are in competition for

volunteers. We need to know why people would be attracted to our department.
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Asadrategy, the district may want to concentrate on the most stable people. They should
gpend more effort on homeowners and less on renters. The digtrict should seek out those peoplein La
center who are employed and have uncommitted time on their hands. They should not spend as much
time seeking out unemployed residents. These people may cause the didtrict’ s recruiting to appear
successful but may prove to be short time volunteers. It is probable that they will either find ajob that
may take them away from the area or that they are unskilled or unmotivated and would not prove to be
good volunteersin a service oriented department. Johnson et a. (1998) maintain that as many as 50%
of arecruit class drop out by the end of the class. Sdlective recruiting may improve this satigtic.

There are two groups of citizens on which the digtrict may wish to spend more recruitment time.
Firg, the district may not be using the full potentid of female volunteers. An equa number of maes and
females responded to the survey. Following the profile established on page one of the survey, there are
additiond femdesin La Center who would make good volunteers.

The second group of potentid recruits may liein the schools.  The survey profile shows that
very few young people answered the survey. “The most under-used volunteer resource in most
communities are the young and old...both groups have alot to offer.” (Johnson et d., 1998, p. 31) The
literature review stated that one reason people volunteer isfor acareer potentid. The survey showed
that only afew people chose this as areason to volunteer. While these two seem to contradict each
other, it is highly probable that the type of individuaslooking for a career did not answer this survey.
Had there been alarger response from younger people, the survey should have reflected alarger
number of people choosng a potential career as areason to volunteer. The district should develop a
program in the high schools that targets young adults. Granted, these will not be life long volunteers but,

if properly sdlected, should produce highly motivated volunteers for two to three years.
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The digtrict needsto revise its once-a-year “ shotgun” gpproach to recruiting. Two months
preceding the start of the district recruit school, the district does a mass mailing seeking volunteers.
Judging from the return on this survey, this mass mailing appears to be an indffident use of time and
money. If the digtrict wishes to continue a mailing, they would be better served concentrating on the
new subdivision in town.

Following the literature review, there are three other recruiting tactics on which the digtrict
should concentrate, Firg, face to face contact lets potential volunteers know that they are important to
the digtrict. Working closaly with this face to face contact isthe god of having current volunteers be the
people making this contact. “The best sources for recruitment are volunteers who share positive
experiences with others.” (Brudney, 1990, p. 159) As Zimmer-Loew (1989) reminds us potentid
volunteers often react positively when asked to join by someone in the volunteer organization. “Every
member of the fire department should aways be ready and prepared to get names and phone numbers
of potentia volunteer firefighters.” (Johnson et d., 1998, p. 32) The district needs to develop aplan
that alows their volunteers the opportunity to spend qudity persond contact with potentia volunteers.

A third recruiting tactic for the digtrict would be recruiting within families of current members.
Severd writingsin the reviewed literature identify that many volunteers come from families of current
volunteers. Volunteering is often afamily tradition.

Another strategy the ditrict may wish to pursue isto increase the pool of potentid volunteers.
There may be waysto re-energize civic pride. It ispossble the didrict should spend more time sdlling
their own image. Community skill demongtrations would show the team concept that is So important

within afire department. Teamwork was the fourth most often chosen reason for volunteering. Interest
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in the emergency medica field ranked third in reasons to volunteer. 1t would be easy to provide EMS
amulaions a community fairs and school functions.

The didrict needs to be very visblein La Center. Everyonein town must to identify with and
be proud of their department. Current members need to always represent the district well a both
emergencies and town events, dressing and acting in a professond way. Johnson et a. (1998) points
out that how members speek, act, and look will have an impact on dl citizens perception of the
department. Firefightersin CCFD 12 can never forget that the public's eyes are on them at dl times.

If the digtrict or any other person wishes to do further research on reasons citizens might
volunteer, they should change the survey process. While mailing asurvey istime efficient, the return on
the survey is not adequate. Too many people did not take the time or effort to fill out and return their
aurveys. Itispossible that one could produce a more accurate survey through persond contact with
those being surveyed.

If the person doing the survey sdected 50 random homes and then physicdly visited every
home, they should access two to three people of volunteer age in each home. Thiswould alow two-
way communication. People are usudly willing to spend afew minutes talking to someone from the fire
department. A spin-off of this could be that the person performing the survey may find prospective

voluntegrs.
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August 1998

Dear La Center Resident:

| am the chief of Clark County Fire Didtrict #12, the department currently serving your city. | need your
help.

| am currently enrolled in afour year executive development program at the Nationa Fire Academy.
Asapart of my program, | will complete four research papers. Thisis part of my first paper. | am
attempting to identify reasons a person would volunteer for afire department. | plan on using this
research to assst the didtrict in recruiting future volunteers for our department. This paper will dso be

available to other departments across the nation.

Would any person in your home 16 years or older please take afew minutes to fill out the enclosed
questionnaire. | need as many responses as possible. Yoursis very important to me.

Thank you.

Sincerdly,

Larry Bartel
Chief Clark #12

p.s. If you have a persond interest in volunteering for our department, please stop by
our main gation at 26506 NE 10th Ave and see what is available for you.
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WHY PEOPLE VOLUNTEER FOR THE FIRE SERVICE

Please answer the following survey questions as honestly as you can. 'Y our survey will be combined
with other surveys from the City of La Center in an attempt to better understand why aresident from the
City of La Center would volunteer for the fire department. Please fed free to copy this survey and give
it to anyone dsein your household who is 16 years or older. When completed, please mail the survey
back in the enclosed envelope.

1. How long have you lived in La Center? lessthan 5 years
more than 5 years

2. Howoldareyou? _ 16t021 22t0 40 older than 40
3. What isyour sex? femde mae

4. Areyou married? yes no

5. Do you own the home in which you presently live? yes no

6. Do you have any children? yes no

7. Which leve of schooling have you completed?

Did not complete high school
High school

Two year associate degree
Four year bachelor degree
Graduate or above

8. Areyou employed? yes no

How many hours aweek do you normaly work? <20 _ 20to40 >40

9. How much uncommitted time do you have each week? 0-10 hours
10-20 hours

more than 20 hours

10. Do you volunteer for any other organizations? yes no
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Please choose the reason(s) that would encourage you to volunteer for a fire department. You
may choose more than one reason.

____ Potentia Career

____ Community Pride

____Interest in the Emergency Medicd Fidd
____Public Recognition

____The Excitement and Danger

____Interested in Public Service

____ Other Members of your Family Currently Volunteer
__ Expense Rembursement

____Uniforms

____Enjoy Teamwork

___Know Someone Currently in a Fire Department
____ Bendfitssuch as Life Insurance or Disability Insurance
____Looks Good on a Resume

____Enjoy Helping People

Influenced by the Department Currently Serving You

| would congder volunteering for my locd fire department

| would not consder volunteering for my local fire department.
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WHY PEOPLE VOLUNTEER FOR THE FIRE SERVICE
Please answer the following survey questions as honestly as you can. Y our survey will be combined
with other surveys from the City of La Center in an attempt to better understand why aresident from the
City of La Center would volunteer for the fire department. Please fed free to copy this survey and give
it to anyone dse in your household who is 16 years or older. When completed, please mail the survey
back in the enclosed envelope.

1. How long haveyou lived inLaCenter? 53 lessthan 5 years
19 morethan 5 years

2. Howoldareyou? _2 16to21 47 22t040 _26 older than 40
3. Whatisyour sex? 35 femde 36 mde
4. Areyou married? 47 yes 22 no

5. Do you own the home in which you presently live? 67 yes 4 no

6. Do you have any children? 53 yes 16 no

7. Which levd of schooling have you completed?

Did not complete high school 2

High school 40
Two year associate degree 12
Four year bachelor degree 10
Graduate or above 7

8. Areyou employed? 56 yes 14 no
How many hours aweek do you normaly work? 5 <20 19 20to40 38 >40
9. How much uncommitted time do you have each week? 48 0-10 hours
13 10-20 hours

6 morethan 20 hours

10. Do you volunteer for any other organizations? 25 yes 45 no
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Please choose the reason(s) that would encourage you to volunteer for a fire department. You
may choose more than one reason.

__ 8 Potentid Career

_27 Community Pride

_ 26 Interest in the Emergency Medicd Fed

__ 2 Public Recognition

__6 The Excitement and Danger

_21 Interested in Public Service

__4 Other Members of your Family Currently Volunteer
__ 2 Expense Reimbursement

__1 Uniforms

_17 Enjoy Teamwork

__ 7 _Know Someone Currently in a Fire Department

__ 3 Benefitssuch as Life Insurance or Disability Insurance
__4 1 ooks Good on a Resume

_49 Enjoy Heping People

4 Influenced by the Department Currently Serving You

28 | would consder volunteering for my locd fire department

38 | would not congder volunteering for my locd fire department.
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